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Abstract in English:- 
 
The public believes that women working in banks are simply a body and a beautiful form, 
attractive and attractive through the gentle and friendly treatment of customers and of the 
banks. This is an extension of the prevailing view in private institutions and 
establishments. This type, however, there are women who have managed and managed to 
raise some banks and confirm their participation in decision-making and differentiation in 
the development of plans, policies and programs, and demonstrate their strong presence 
in the management of banks and follow-up banking work with high professionalism and 
professionalism. 
 
So this study aims to analyze the situation of women in the accounting profession at the 
banks of the Gaza Strip by analyzing the differences between males and females, factors 
that may be at the levels of wages and career advancement of both sexes, and whether 
there is any discrimination against women in banks. 
 
To achieve this, the study followed a qualitative approach and used structured 
questionnaires for staff at several banks where they worked. The analysis was the method 
used in the analysis of content. 
The results showed that there are differences between men and women in banks due to 
the nature of the individual and adaptation to the conditions of the workplace and many 
reasons that may affect it. These differences are also found to have an impact on wage 
levels and career progression. 
 
It has also found women's ability to make decisions, women's ability to create excellent 
quality and control over work, and their ability to maintain their position in banks. With 
differences between women such as single and married women and others. 
 
The study suggested several recommendations. They include improving the conditions of 
women working in banks. And work to the end discrimination and give women the 
opportunity. 
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 -:ملخص بالعربية/cibarA ni tcartsbA
 
 مه إسزمطبة َ جزة ػبمً أَ, جمًٕ شىً َ ٌٕئخ مجشد ٌه اٌجىُن فٓ اٌؼبملاد اٌىسبء أن ٔؼزمذ اٌجمٍُس
 مؤسسبد فٓ ػمُمب   اٌسبئذح ٌٍىظشح إمزذادا   ٌزا َ, ػملائً َ اٌجىُن ٌضثبئه اٌحسىخ َ اٌٍطٕفخ اٌمؼبمٍخ  خلاي 
 وسبء ٌىبن أن إلا, اٌىمطٕخ اٌصُسح ٌزي رؤوذ لذ اٌُالغ أسض ػٍّ اٌحمٕمخ َ,  اٌخبص اٌمطبع مىشؤد َ
 فٓ َاٌزمبٔض اٌمشاساد صىغ فٓ مشبسوزٍه َرؤوٕذ اٌجىُن ثؼط إػزلاءػشش وفبءرٍه َ ثجذاسرٍه إسزطؼه
 اٌؼمً مزبثؼخ َ اٌجىُن شؤَن رصشٔف فٓ اٌمُْ حعُسٌه إثجبد َ,  َاٌجشامج اٌسٕبسبد َ اٌخطػ َظغ
  وجٕش. إلزذاس َ ػبٌٕخ ثمٍىٕخ اٌمصشفٓ
 
 اٌفشَق رحًٍٕ خلاي مه غضح لطبع ثىُن ٌذِ اٌمحبسجخ مٍىخ فٓ اٌمشأح حبٌخ رحًٍٕ إٌّ اٌذساسخ ٌزي رٍذف
 إرا مب َ اٌجىسٕه, ٌىلا اٌُظٕفٓ َاٌزمذَ الأجُس مسزُٔبد ػٍّ رىُن لذ اٌزٓ اٌؼُامً َ َالإوبس اٌزوُس ثٕه
  .اٌجىُن فٓ اٌمشأح ظذ رمٕٕض أْ ٌىبن وبن
 
 ثىُن ػذح فٓ مُظفٕه اٌّ مُجٍخ مىظمخ اسزجٕبوبد َاسزخذمذ وُػٕآ وٍجب اٌذساسخ ارجؼذ رٌه, ٌَزحمٕك
  . اٌمحزُأبد رحًٍٕ فٓ اٌمسزخذَ الأسٍُة ٌُ الإسزجٕبوٓ اٌزحًٍٕ َوبن. فٍٕب ٔؼمٍُن
 مغ َ اٌزىٕف اٌفشد غجٕؼخ ثسجت َ ٌزا اٌجىُن فٓ َاٌىسبء اٌشجبي ثٕه اخزلافبد َجُد اٌّ اٌىزبئج َ أظٍشد
 رؤثٕش ٌٍب أن َجذ لذ الاخزلافبد ٌزي أٔعآ َ. رٌه فٓ رؤثش لذ اٌزٓ الأسجبة مه اٌؼذٔذ َ اٌؼمً مىبن ظشَف
  .اٌُظٕفٓ َاٌزمذَ الأجُس سزُٔبدم ػٍّ
 
 فٓ سٕطشرٍب َ اٌممزبصح اٌجُدح إٔجبد فٓ اٌمشأح لذسح َ اٌمشاساد إرخبر فٓ اٌمشأح لذسح إٌّ أٔعآ َجذ لذ َ
 َ اٌؼضثبء الإمشأح مثً اٌمشأح ثٕه فشَق َجُد مغ. اٌجىُن فٓ مىبوزٍب ػٍّ اٌحفبظ فٓ لذسرٍب مذِ َ اٌؼمً
  .غٕشٌب َ اٌمزضَجخ
 
 إوٍبء ػٍّ اٌؼمً َ. اٌجىُن فٓ ثبٌؼمً اٌمشأح ظشَف رحسٕه إٌّ َرشمً. رُصٕبد ػذح اٌذساسخ َالزشحذ
  ٌٍمشأح. اٌفشصخ إػطبء َ اٌزمٕٕض
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Introduction:-                         Chapter 1 
 
Women are making gains on the road to leadership at accounting firms of all sizes, 
Arteaga. 2015.        
 
         The lives of girls and women have changed dramatically over the past quarter 
century. The pace of change has been astonishing in some areas, but in others, progress 
toward gender equality has been limited—even in developed countries. The World Bank. 2011. 
Unfortunately, female participation in industries that were once seen as 
predominantly male have remained short on women workers. Areas like math, 
engineering, and computer science have seen some gains in female participation, but 
that growth hasn‘t matched the overall gains in employment seen across all 
industries. Wealth & Finance international. 2016. 
Women play a huge role in the financial landscape: from asset management to 
banking and financial governance, the industry is full of extraordinary women 
working against the odds to succeed in a male dominated market.  Wealth & Finance 
international. 2016. 
Women may represent more than 50% of accounting graduates entering the 
profession for the last 20 years, but make up only 19% of the partners in accounting 
firms nationwide. Women make up more than half of the overall workforce, so their 
representation in leadership is too low. Still, it is an improvement over a decade or 
two ago. American Institute of CPAs. AICPA. 2017. 
The American Accounting Association (AAA) found that women CFOs produce 
more reliable financial statements than their male counterparts, and another revealed 
that the presence of females on corporate boards greatly reduces the chance of 
financial restatements. AccountingWEB. Jul 24th 2013. 
Given the relative paucity of women in top corporate positions, such findings would 
seem to argue for heightened pressure to increase female representation.  
And, in fact, female presence on boards of directors has emerged as an increasingly 
salient issue. AccountingWEB. 2013. 
 
Women have made incredible strides, both professionally and personally, in the last 
half-century they are better educated, have greater responsibility in the corporate 
world and are leaders in many professions. Despite the professional and financial 
successes that women in the workplace have earned in recent generations, they are 
still facing personal issues and unresolved challenges. Women Presidents' Organization. 2015. 
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The interest in promoting female participation in accounting is so strong that several 
alliances and associations exist whose sole purpose is to promote women in the 
industry. For example, the Accounting & Financial Women‘s Alliance (AFWA) has 
been at work since the late 1930s and dedicates it‘s time to accelerating professional 
advancement of women. ICAEW. 2017. 
Gender diversity in the workplace is fundamental to business success. Research has 
shown that companies with more women in leadership positions are more profitable 
and more efficient. Additionally, the Equalities Act 2010 means the issue of 
recruiting and retaining female financial talent is more pertinent than ever. ICAEW. 2017. 
However, women in accounting shouldn‘t look at the trends regarding career 
advancement as a block to future success. There are a growing number of female-
owned accounting firms that employ large numbers of women accountants and are 
regarded as excellent firms. The number of women in the accounting field is not yet 
where it should be, but women in accounting are working incredibly hard to promote 
gender equality in the field. Female chartered accountants face a number of 
challenges in the finance profession. Miller. 11 Aug. 2015. 
 
Problems:- 
 
The women face a number of difficulties in the field of accounting and this because 
of labor because it does not give an opportunity for women to show their skills and 
expertise, and this leads to frustration in the field of women's work somewhat. And 
this problem may lead to male superiority over women for sure. But also there are an 
issues and problems that it faces women and the most are:  
Can women balance the life with work? Can women create a job opportunities? Can 
women avoid the harassment? Can women create equality and quality? Can a woman 
do her daily work? Etc... 
 
Motivations:- 
 
The motivation for this research that the views ask questions about the missing woman's 
work, because they do not have a role in the activation work in general somewhat, 
especially practiced in accounting, management or decision-making in companies, banks 
and institutions. In the eyes of others, women have a high status in society and must be 
given the right to achieve their goals. Work on how to increase the supervision of women 
in the accounting department and the province of women's rights in society, the fight 
against racism between the genders in some companies and institutions of the world. 
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Hypotheses:- 
 
How do women practiced accounting consider investment status? 
How do women practicing accountants to recognize the role of mentors, role models and 
men dominate in their own career advancement? 
How to show women and establish themselves in the workplace? 
However, we hypothesize that there is a negative relation between female board presence 
(defined as whether or not a board has at least one female director) and the likelihood of a 
financial restatement. Our hypothesis is consistent with a female board presence 
contributing to the board's ability to maintain an attitude of mental independence, 
diminishing the extent of groupthink and enhancing the ability of the board to monitor 
financial reporting. Work on appropriate assumptions to find the most appropriate 
solution for the women accountants. This will help us in finding the objectives in the 
simplest things. Okpechi & Belmasrour. 2006. 
 
Objectives:- 
 
The objective of this study was to examine the women’s participation in the banks plus 
looking for the factors that affect their role. So the study research looked into few banks 
it found that social attitudes also influence women’s decisions about what kind of work 
Enhancing the position of women within banks as following: they will seek and accept.  
 To describe gender equality as fundamental development. 
 To establish productivity enhancement. 
 To assess the participation of women in accounting. 
 To encourage women to enter the profession of accounting. 
 To identify and protect women's rights. 
 Achieve gender equality. Revenga & Shetty. 2012. 
 
Important:- 
 
Increase the visibility and advancement of women in the profession. Influencing the 
cultures of firms and organizations to support the advancement of women. Providing 
credible statistics regarding the issues that impact women in the profession. Women 
unfortunately fall in this category of the disadvantaged because most of them do not hold 
permanent jobs; have no pensions, portfolio investments in stocks and even homes. 
Another theory is that women are more worried about the welfare of their spouses and 
children and less of themselves when the security they enjoy through marriage and paid 
employment is threatened. To counter some of these effects, women go to work, not as a 
matter of choice, but of necessity. Okpechi & Belmasrour. 2006. 
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Literature Study:- 
 
 Board Director Diversity and Firm Financial Performance. 
Erhardt, Werbel, and Shrader. 2003 
 
Conclusions 
 
But even with these limitations, this study has contributed important information relating 
to diversity effects on performance. Accordingly, this research has significant theoretical, 
practical and empirical implications. Theoretically, the results suggest that diversity may 
be associated with effectiveness in the oversight function of boards of directors. The 
oversight function may be more effective if conflict emerges which allows for a broader 
range of opinions to be considered. One of the central issues of corporate governance is 
the degree to which a CEO may have influence on the board of directors. Agency theory 
(Schleifer and Vishny, 1997) suggests that CEOs may need independent oversight. If so, 
then diversity of the board of directors and the subsequent conflict that is considered to 
commonly occur with diverse group dynamics is likely to have a positive impact on the 
controlling function and could be one of several tools used to minimize potential agency 
issues. 
 
 Do women on supervisory boards add value to financial 
reporting quality?  
Evidence from the Polish banking sector. 
Dobija, Hryckiewicz, and Skorulska. 2017 
 
Conclusions 
 
Diversity on boards has received increasing attention in the corporate governance 
literature over the past two decades following a series of global corporate accounting 
scandals and major financial crises. Our paper tries to answer the question of whether the 
recent trend in regulatory policy toward diversifying boards provides any economic value 
for companies. More specifically, we analyze the gender effect of the supervisory board 
on financial reporting quality.  
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 Corporate Governance, Board Diversity, and Firm Value. 
Carter, Simkins, & Simpson. 2003 
 
Conclusions 
 
A critical factor in good corporate governance appears to be the relationship between 
board diversity and shareholder value creation. Our research examines the relationships 
among corporate governance, board diversity, and firm value for Fortune 1000 firms. 
Board diversity is defined as the percentage of women, African Americans, Asians, 
Hispanics, and other minorities on the board of directors. 
 
 Report of independent auditors and financial statement,  
The global fund for women. 
MOSS-ADAM LLP. 2015 
 
Conclusions 
 
The financial statement referred to above present fairly, in all material respects the 
financial positions of the global fund for women, Inc. as of June 30, 2015 and 2014. The 
changes in its net assets and cash flows for the years then ended in accordance with 
accounting principles generally accepted in the United States. 
 
 Women on boards, 
Global trends in gender diversity on corporate boards.  
Lee, Marshall, Rallis, and Moscardi. 2015 
 
Conclusions 
 
MSCI ESG Research‘s latest research shows that companies in the MSCI World Index 
that had strong female leadership generated a Return on Equity of 10.1% per year versus 
7.4% for those without such leadership, based measured on an equal-weighted basis as of 
September 9, 2015. In the U.S., the Thirty Percent Coalition, among others had set a goal 
of 30% of seats in U.S. publicly held companies to be held by women directors by 2015, 
similar to the goals set by the 30% Club in the U.K. Clearly, this goal is not being met. 
Growth in the percentage of women directors is growing glacially in markets — such as 
the United States — where regulatory mandates to improve representation do not exist. 
Among MSCI World Index companies, women held 18.1% of all directorships (up from 
15.9% last year), with women at U.S. companies in this universe holding 19.1% of 
directorships (up from 17.9% last year). 
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 Male and female auditors’ Overconfidence 
HARDIES, Diane, & Joël. 2009 
 
Conclusions 
 
Researchers (e.g. Owhoso and Weickgenannt 2009) as well as regulators (AICPA 2002, 
SAS No. # 99) have acknowledged the potential threat of auditor overconfidence on the 
effectiveness of the audit engagement. Research on auditor overconfidence has, however, 
been relatively scarce and from the auditing literature no clear picture comes forward. 
Given the audit profession‘s move toward a more balanced sex ratio (e.g. nowadays 
females make up more than fifty percent of the entry-level talent pool [AICPA, 2008]) 
and the sex difference in overconfidence found in other domains, it is surprising as well 
as disrupting that so far no study in auditing or accounting has addressed the topic of sex 
differences in overconfidence. 
 
 Diversity on corporate boards:  
How much difference does difference make? 
RHODE & PACKEL. 2009 
 
Conclusions 
 
As recent initiatives make clear, board membership remains a significant issue in the 
struggle for more equitable leadership structures. In this context, it matters to get the 
arguments right, and to make the case for diversity on the basis of strong equitable and 
reputational arguments rather than more contested links between board membership and 
financial performance. The gains in diversity that corporate America has made over the 
last quarter century testify to our capacity for progressive change. But the distance we 
remain from truly inclusive corporate boards reminds us of the progress yet to be made. 
 
 THE IMPACT ON WOMEN OF AUTUMN FINANCIAL 
STATEMENT. Wbg. 2013 
 
Conclusions 
 
In his Autumn Financial Statement speech the Chancellor declared we needed to continue 
to take ‗difficult decisions‘ in order to achieve a ‗responsible recovery‘. The Chancellor 
is making difficult decisions but they are the wrong ones for a responsible recovery. It is 
possible to achieve the government‘s deficit reduction goals by raising taxes rather than 
cutting public expenditure, as the Chancellor himself acknowledges in the AFS. 
Continued cuts to social security, public sector jobs and social services will only deepen 
poverty and financial insecurity. 
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Notes/Comments:- 
 
Women rated being acknowledged and recognized for performing well on the job as 
more important than men did (53% vs 35%).  It‘s possible that there‘s a connection 
between this result and the previous discussions about differences in compensation and 
management level by gender. If women are getting paid less and feel underrepresented in 
the higher echelons of their company‘s management, then they might feel that 
recognition of excellent job performance is more important to help them fight those 
imbalances. At the same time, not getting recognition under those circumstances likely 
contributes to a lack of job satisfaction. If so, then women might feel they need to fight 
twice as hard and get that much more recognition than their male equals in order to get 
the same advantages/advancement they do. 
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Methodology:- 
 
This is a survey study that utilized a structured tow questionnaire consisting of (21) 
question. The questions solicited information from practicing gender performance about 
their perceptions on their decision making and investments that to help us in finding what 
they work on it also to find generated by the accounting of women. Abidin. October 2008. 
 
 
Framework:- 
 
 
 
 
Abidin. October 2008. 
 
Variables:- 
 
Financial performance of gender among employees, heads of departments and managers 
within banks, and looking at the gender mission within institutions. we took samples of 
the gender  working in Palestinian banks in the Gaza Strip and imposed hypotheses on 
the ground. We saw how important women are in their work and their ability to find good 
professional quality in financial management.  
 
 
 
 
 
 
Independent 
Variables 
Dependent 
Variables 
Exclusionary Environment 
 
Responsibility 
 
Workplace Benefits 
 
Job Flexibility 
 
Corporate Practices 
 
Job Stress 
 
Job Demand 
 
Performance  
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Population:- 
 
On the basis of a focus on women and the role of the banking sector, which was 
dependent on the presence of a small percentage of approximately 19% in our country. 
The reason for the lack of proportion lack of support for women in the field of 
accounting. As for example of Palestine State in Gaza Strip recently highlighted the role 
of women in the field of accounting in banks as an example headed for the administration 
to at some banks, economic development and political independence. 
 
Sample:- 
 
Our study includes the impact and diversity of gender performance in financial banks, 
Survey was used to know what facing women Accountants in their board. 
Purposive or judgmental sampling technique was used in this study. The justification for 
using this technique is because not all practicing women accountants (managers) were 
surveyed. To be included in the sample, and the women's role in affecting facility and 
also on the financial decisions in the facility and highlight its role in the administrative 
councils. Okpechi & Belmasrour. 2006. 
 
Keywords:- 
 
 Gender: Is the range of characteristics pertaining to, and differentiating between, 
masculinity and femininity. 
 
 Financial Performance:  Is a subjective measure of how well a firm can use assets 
from its primary mode of business and generate revenues. 
 
 Financial statement: Is a formal record of the financial activities and position of a 
business, person, or other entity. 
 
 Technique: A way of carrying out a particular task, especially the execution or 
performance of an artistic work or a scientific procedure. 
 
 Diversity: It means understanding that each individual is unique,  
and recognizing our individual differences. 
 
 Financial Decision:  Is a comprehensive financial planning and wealth 
management firm that helps high-net-worth individuals and businesses achieve 
their financial objectives. 
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Abstract of Gender:-              Chapter 2 
 
The paper describes how gender budgeting arose from a feminist critique of the state and 
macroeconomic policy, and examines the first initiatives to translate gender budgeting 
concepts into practice in public sector institutions. Burchell, Gordon et al. 1991 
It draws on governmentality studies to illustrate the possibility of shaping rule through 
the systematic provision of alternatives and to critically discuss the intrinsic link between 
calculative infrastructures and modes of governing social relations. Foucault 1991 
Gender budgeting initiatives criticize economic instruments as being technologies of 
domination, technocratic exercises and technologies of exclusion. Cruikshank 1999 
However, with the implementation of gender budgeting in the course of a neoliberal 
budgetary law reform, management accounting instruments seem to become uncontested 
in practice and the development of performance indicators are regarded as an adequate 
means to pursue the objective of gender equality. Miller and Rose 2008 
The paper examines the development of a feminist project and its absorption into a 
neoliberal policy reform which changed the notion of gender budgeting and silenced its 
potential of voice and representation in favor of a competitive model of resource 
allocation by means of equality performance indicators. Dean 2009, Mencken and Miller 2012 
 
Introduction of Gender:- 
 
Accounting … is not a mere technical phenomenon, but one that has the potential for 
having a reciprocal relationship with the wider societies from such a stance, represents a 
new but a nevertheless significant axis on which to conduct an examination of accounting 
in action. Hopwood 1987  
Studying accounting in the context in which it operates help us to understand the 
constitution of the social and it is widely accepted that gender relation are part of this. 
Hopwood‘s quote reminds us that accounting instruments are not simply innovations 
following a technological imperative but rather are shaped by the political, cultural, 
social, economic and material context in which they operate. Hines 1992 
Gender is an integral part of social relations and many accounting scholars have 
contributed to our understanding of the reciprocal relationships between accounting and 
gender. Hammond and Preston 1992 
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Over the last three decades research in accounting and gender has resulted in a wide 
range of questions regarding. Hooks 1992 
(1) The gendered nature of accounting. 
(2) The accounting profession.  
(3) The representation and (re)production of gender relations in and through accounting.  
These feminist studies in accounting reveal embedded prejudices, challenge 
discrimination, and re-configure meanings, the studies aim at uncovering the gendered 
nature of accounting practices as well as the gendered nature of the profession and aspire 
transformation and change. Carnegie and Lehman 2012  
Accounting shapes the world we are living in in a certain way; it makes ―things‖ visible 
and manageable. Studies in accounting have argued that accounting and related 
technologies enable a colonization and economization of domains which were previously 
thought to be ―noneconomic‖. Miller and O'Leary 1987 
One of these domains, I will argue in this paper, is gender equality. Calculative practices 
are increasingly mobilized to make gender visible and manageable. Over the last six 
decades the notion of gender has become an entire field of knowledge and a discursive 
fact that is spoken about, theorized and debated. Within feminist theory gender is 
frequently seen as a progressive, knowledgeable and up-to-date theoretical development 
moving beyond the essentialist subject of ―women‖ in favor of multiplicity and 
performativity. Hemmings 2011  
At the same time, however, feminists have recently criticized the way in which gender is 
being incorporated into government policy by using gender as a synonym for sex rather 
than a tool for deconstruction. They argue that feminist ideas are being used to advance 
neoliberal goals (Fraser 2013) through equality policies which reduce gender to one 
―useful‖ variable among others to realize good governance. Woehl 2008, Butler and Weed 2011 
The aim of the paper is to shed light on the relationship between accounting and gender 
by investigating the case of gender budgeting in Austria. During the early 2000s social 
scientists from different fields of research founded a working group within the 
Committee for Alternatives in Social, Economic and Environmental Policy in Austria to 
introduce gender budgeting: a feminist critique of national budgets, social and economic 
policy, and the state.  
The aim of the committee was to bring critical research into political discourse and shape 
policy making in Austria. Drawing upon international feminist initiatives such as the first 
women‘s budget in Australia 1984 (Sharp and Broomhill 2002), gender responsive 
budgeting in South Africa in the end of the Apartheid era. Budlender 2002, Budlender and Hewitt 2002 
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And feminist projects in development aid and global governance the working group 
published the first comprehensive book on gender responsive budgeting in 2002. This 
book contains an extensive feminist critique of the state, national budgets, economic 
models and instruments, the accounting profession and quantification as well as provides 
first ―strategies to overcome the inequalities produced by mainstream budgetary policy 
and practice. Foucault 1991 
Taken into account the rather conservative political climate in Austria during the early 
2000s it was a surprise that in 2009 gender budgeting was passed unanimously by the 
Austrian Parliament and became part of the Constitution as well as became part of a 
major budgetary law reform in 2009- 2012. In the course of this budgetary law reform 
gender equality became a desired ―outcome‖ of performance-based budgeting and the 
development of performance indicators to monitor gender equality became a major 
commitment. Cruikshank 1999 
Thus, the discourse about gender budgeting is not at all a homogenous one: there are 
voices criticizing the inherent masculinity of budgets, others see a particular strength in 
the power of accounting instruments to make gender relations visible and governable. To 
shed light on this ambiguous role of accounting the paper draws on social studies of 
accounting, in particular on ‗governmentality studies‘ to illustrate the possibility of 
shaping rule through the systematic provision of alternatives and to critically discuss the 
intrinsic link between calculative infrastructures and modes of governing gender 
relations. I set out to describe the ambivalent role of calculative practices within the field 
of gender equality policy in Austria. Burchell, Gordon et al. 1991, 
This paper investigates gender budgeting and looks at both (1) the feminist discourses 
which aim at a transformation of accounting practices and (2) the rather functionalist 
understanding of accounting where calculative practices are seen as an appropriate set of 
technologies to govern gender relations in society. Cruikshank 1999 
In short, the paper address the question how gender budgeting arose from a feminist 
critique on budgets, the state, and economic models and how gender budgeting became 
an instrument of gender equality management in the course of a budgetary law reform 
which introduced performance-based budgeting with gender equality as one desired 
―outcome‖. Thus, the study examines the development of a feminist project and its 
absorption into a neoliberal policy reform which changed the notion of gender budgeting 
and silenced its potential of voice and representation in favor of a competitive model of 
resource allocation by means of equality performance indicators. Cruikshank 1999 
 
 
 
 
 
19 
 
Although the analysis is specific, the insights will be of wider interest. The analysis 
extends our understanding of the relationship between accounting and the social and 
political environment with an emphasis on gender relations and management control. It 
discusses the importance of accounting and gender knowledge in governing societies in 
the neo-liberal era which is still an under-researched field of investigation in social 
studies of accounting. Mennicken and Miller 2012 
It also illustrates the emergence of an accounting phenomenon which had its origins in a 
critique of accounting and describes how this critique became productive in the course of 
translating neo-liberal political programs into practice. Dean 2009 
The paper proceeds by describing the historical and political background to the empirical 
study on gender budgeting in Austria. In the subsequent section the theoretical 
framework which is based on Michel Foucault‘s concept of governmentality is 
introduced in more detail which is followed by an overview of my methodological 
approach. The analysis section will address the specific social space within which gender 
budgeting emerged and developed, thereby charting a genealogy of the discourses and 
practices of gender budgeting. The paper concludes with a discussion of the implications 
of my findings. Mennicken and Miller 2012 
 
Historical & Political Context of Gender Budgeting:- 
 
We focuses on ‗gender budgeting‘ initiatives promoted by feminists in Austria during the 
2000s. However, Austria is only one of many countries in the world in which the idea of 
gender budgeting became part of the political debate during the late 1990s. Originally, 
the first ―Women‘s Budget‖ (Sharp and Broomhill 2002) initiative was carried out in 
Australia between 1984 and 1996. This was a cornerstone for the emergence of the 
gender responsive budgets (later gender budgeting). The Australian women‘s budget 
model has been developed by so called ―democrats‖ of the women‘s movement of the 
late 1970s rather than invented by the Australian Government. Sawer 2002 
These feminist took jobs in the women‘s policy units, ―creating a feminist presence 
within the state itself‖. Sharp and Broomhill 2002  
The women‘s budget program was introduced on a pilot project basis in about half of the 
government departments in 1984. It was introduced on a full-scale basis covering all 
departments and portfolio agencies from 1985. Once, the women‘s budget covered all 
Federal Government activity it became a very substantial document, averaging about 300 
pages which comprehended a gender sensitive audit of the government budget and 
detailed the accountabilities of the departments. Dean 2009 
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Women‘s budget exercises, despite their misleading name, did not propose separate 
budgets for women but rather involved a gender-sensitive analysis of government 
budgets: First, the exercise involved analysis rather than formulation of budgets which 
could then constitute the basis for formulation or amendment of budgets. Second, the 
analysis did not focus only on that portion of a budget seen as pertaining to gender issues 
or women but rather was aimed at examining all allocations of government for their 
impact on women, men, girls and boys. Budlender 2000  
After elections in 1996, the new conservative Liberal-National Party ―downgraded its 
commitment to the United Nations Convention for the Elimination of Discrimination 
against Women (CEDAW)‖ the project ended. Sharp and Broomhill 2002 
In October 2001 the issue of gender sensitive budgets was first raised at the level of the 
European Commission at a seminar on gender mainstreaming as part of macroeconomic 
guidelines. The European Commission defines Gender mainstreaming as the ―integration 
of the gender perspective into every stage of policy processes – design, implementation, 
monitoring and evaluation – with a view to promoting equality between women and men. 
It means assessing how policies impact on the life and position of both women and men – 
and taking responsibility to re-address them if necessary. This is the way to make gender 
equality a concrete reality in the lives of women and men creating space for everyone 
within the organizations as well as in communities - to contribute to the process of 
articulating a shared vision of sustainable human development and translating it into 
reality‖. European Commission 2010  
This opened the debate at EU level on public finances and the gender perspective. The 
European Commission set up a working group made up of national experts on gender 
budgeting within the Consultative Committee on Equal Opportunities, whose aim was to 
draw up a document reporting the experiences in the area, providing methodical 
guidelines and identifying the necessary institutional requirements for implementation at 
Community level and within the Member States. In the ‗resolution on gender budgeting 
— building public budgets from a gender perspective‘. European Parliament 2003 
The implementation of gender budgeting and the way how it is implemented is at the 
responsibility of the Member States. In Austria, an increasing tax and contribution ratio, 
simultaneous cuts in social spending, cuts in funding women‘s projects. Gubitzer. 2009 
And the election of a right-wing National-Liberal Government (FPÖ/ÖVP) have 
prompted a critique of economic and social policy broadly located on the Left since the 
late 1990s. BEIGEWUM 2002  
In this 8 context and with the awareness of international experience in the field of gender 
responsive budgeting first discussions and feminist studies on budget‘s impact on women 
and men appeared. Mayrhuber 2006 
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A non-governmental committee -BEIGEWUM1 committee for alternatives in social, 
economic and environmental policy, made up of social scientists from different fields of 
research – founded a working group to introduce gender budgeting to Austria. In 2002, 
BEIGEWUM published the first programmatic book on ―engendering budgets‖ called 
―Frauen match Budgets‖ (Women, make Budgets!) 
The work on gender budgeting at federal level in Austria started 2004 in the course of 
implementing gender mainstreaming. Gender budgeting was recommended ―to analyse 
budgetary activities with regard to its impact on women and men. Government Resolution 2004  
In 2005, gender budgeting was introduced into the budget report: ―Gender Budgeting is 
gender equitable budgetary policy and therewith part of gender mainstreaming. Gender 
budgeting contains the analysis of the incomes‘ and expenditures‘ impact on men and 
women. From 2005 on, gender impacts shall be analyzed for at least one issue per 
governmental department as a first step. Austrian Government Budget Report 2005 
Under pressure of the Social-Democratic and the Green Party opposition as well as civil 
society, gender budgeting was incorporated in the resolution for a Budgetary Law reform 
in 2007. Appelt 2009 
In the course of reforming the Austrian Budgetary Law gender budgeting became also 
part of the Austrian Constitution (effective from 2009), that is ―the state, provinces and 
municipalities have to aim at the equal status of women and men in budgeting. Austrian 
Federal Chancellery 2009  
This historical and political context of gender budgeting provides a starting point on how 
fiscal policy was problematized internationally and how economic and feminist 
discourses were linked in specific contexts to make the emergence of gender budgeting 
possible. After I will have introduced the theoretical framework and the methodology I 
will describe how gender budgeting was formed out of a very particular field of relations 
between certain institutions, bodies of knowledge, administrative processes and 
accounting techniques in the Austrian context and what happens when different 
discourses and ways of calculation are incorporated into fiscal policy. 
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Theoretical Framework: Governmentality & Gender:- 
 
Foucault‘s concept of government has inspired many studies in the social sciences and 
many historical investigations, and it has been especially his analysis of neo-liberal 
governmentality that has kindled interest. Governmentality is a concept first developed 
by Foucault. Foucault 2009 
He proposed a definition of the term ‗government‘ as ‗the conduct of conduct‘ which he 
understands as a form of activity aiming to shape, guide or affect the conduct of some 
person or persons. In his lectures on governmentality he is particularly concerned with 
government in the political domain and understands ‗the art of government‘ or ‗the 
rationality of government‘ as ―a way or system of thinking about the nature of the 
practices of government (who can govern; what governing is; what or who is governed), 
capable of making some form of that activity thinkable and practicable both to its 
practitioners and to those upon whom it was practiced. Burchell, Gordon et al. 1991  
These calculated and rational (in the sense of rationalized) activities are understood to be 
undertaken by a multiplicity of agencies employing a variety of techniques (technologies 
of government) and forms of knowledge, that seek to shape conduct by working through 
desires, aspirations and beliefs, for definite but shifting ends with a diverse set of 
relatively unpredictable effects. Dean 2009  
Practices which contest and call into the question the art of government‘ are referred to as 
problematizations, Problematizations are ways of interrogating past, present and potential 
alternatives and often include modes of evaluation of success and failure. Dean 2009  
 
Definition of Gender:- 
 
Gender is based on cultural ideals and belief systems, images and expectations about 
masculinity and femininity in a particular society. So is that range of characteristics 
relating to performance and differentiating between, male and female. Related to the 
socially defined roles of both male and female roles and responsibilities defined by 
society for women and men. Semaya. 2010. 
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The Role of Gender in Financial Decision Making:- 
 
We know that the decisions we make today will shape the form of tomorrow, yet it is 
often difficult to pinpoint the motivations behind our decisions. Whilst the starting rule is 
always that we are all individuals and that individual differences account for and explain 
the reasons for many of our actions, we are increasingly aware that factors, such as 
gender, can play a role. Through this research, we have observed the unique distinction in 
how men and women‘s emotions drive views on financial decision making and how each 
gender approaches the complex subject of inheritance. Studying these differences has 
provided a more in-depth insight into the role they play, at a time when recognizing, 
understanding and engaging with these nuances has arguably never been more important 
for the financial services industry. 
 
Risk taking — Women have a notably different attitude in relation to risk taking 
compared to men. Consistent with previous research, the women we surveyed are more 
risk averse than their male counterparts. 
 
Desire for financial discipline — Women are more likely to want greater discipline 
when it comes to their finances than men. Financial discipline can apply to many goals 
saving more, devoting more time to researching investments and pensions, or simply 
following through with well-laid financial plans.  
 
Strategies for success — One way that wealth managers can help clients achieve more 
discipline with their finances is through the use of self-control strategies. Women show 
more interest in testing out these strategies, they rate them as having more potential to be 
effective compared to men.  
 
Delegating the decisions — There are different types of financial strategies male and 
female investors find appealing. Though women often express lower confidence about 
their financial expertise, they do not necessarily simply want to delegate decision making 
to an investment manager and are less likely than men to use other people to help them 
reach their financial goals. Semaya. 2010. 
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Methodology:-                     Chapter 3 
 
The researcher used the analytical descriptive approach that tries to answer the basic 
question and analyze the phenomenon, its nature and environment, explains the 
relationship between components; the description is about the units, conditions, 
relationships, categories, ratings, or patterns that already exist. This may include the 
views and attitudes, as well as the processes included, the effects and directions that 
emerged, it means that the descriptive approach study how the phenomenon works. 
 
The Population of Study:- 
 
The study population consists of all Palestinian Banks employee in the Gaza Strip in 
2016 -2017. 
Sample of the Study:- 
 
The Overall sample of study: 
The study sample chosen to be totally about (84) of Palestinian Banks employee in the 
Gaza Strip, based on the Random sample way in chosen. 
The demographic characteristics of the sample was illustrating as follows: 
• Distribution of the sample according to bank: 
The result shows that 25.0% of the sample from Bank of Palestine, 15.5% from Islamic 
Bank, 11.9% from production bank, 11.9% from Arabic bank, also 11.9% from (), 11.9% 
from Cairo Amman bank, and 11.9% from Al-Quds bank . The result illustrated at the 
following figure: 
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Figure 1 distribution of the sample according to bank 
Bank Frequency Percent 
Production    bank 10 11.9 
Bank of Palestine 21 25.0 
Islamic Bank 13 15.5 
Arabic Bank 10 11.9 
نبىسلاا هىث 10 11.9 
Cairo Amman Bank 10 11.9 
Al-Quds bank 10 11.9 
Total 84 100.0 
• Distribution of the sample according to gender: 
The result shows that 56.6% of the sample is male, while 43.4% female. The result 
illustrated at the following figure: 
Figure 2 distribution of the sample according to Gender 
Gender Frequency Percent 
Male 47 56.6 
Female 36 43.4 
Total 83 100.0 
• Distribution of the sample according to age: 
The result shows that 45.2% of the sample their ages are less than 30 years, 39.3% their 
ages are from 30 to 40 years, and 15.5% their ages over 40 years. The result illustrated at 
the following figure: 
Figure 3 distribution of the sample according to age 
Age Frequency Percent 
less than 30 years 38 45.2 
from 30 to 40 years 33 39.3 
over 40 years 13 15.5 
Total 84 100.0 
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• Distribution of the sample according to education level: 
The result shows that 69.9% of the sample their education level is bachelor, while 19.3% 
master and 10.8% diploma. The result illustrated at the following figure: 
Figure 4 distribution of the sample according to education level 
Education level Frequency Percent 
Diploma 9 10.8 
Bachelor 58 69.9 
Master 16 19.3 
Total 83 100.0 
• Distribution of the sample according to specialized: 
The result shows that most of the sample with percent equal 75.6% their specialized is 
financial, while 24.4% is non -financial. The result illustrated at the following figure: 
Figure 5 distribution of the sample according to specialized 
specialized Frequency Percent 
Financial 62 75.6 
Non- Financial 20 24.4 
Total 82 100.0 
• Distribution of the sample according to job title: 
The result shows that most of the sample with percent equal 72.0% their job title is 
Employee, while 17.1% is Head of Department, 8.5% is Vice Manager and 2.4% is 
Manager. The result illustrated at the following figure: 
Figure 6 distribution of the sample according to job title 
Job title Frequency Percent 
Manager 2 2.4 
Vice Manager 7 8.5 
Head of Department 14 17.1 
Employee 59 72.0 
Total 82 100.0 
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• Distribution of the sample according to years of experience: 
The result shows that 48.2% of the sample have 1 to 5 years of experience, 33.7% have 
more than 10 years of experience, and 18.1% have 6 to 10 years of experience, The result 
illustrated at the following figure: 
Figure 7 distribution of the sample according to years of experience 
Years of experience Frequency Percent 
1 to 5 years 40 48.2 
6 to 10 years 15 18.1 
More than 10 years 28 33.7 
Total 83 100.0 
• Distribution of the sample according to marital status: 
The result shows that most of the sample with percent 71.8% is married, 26.9% is single, 
and 1.3% is divorced, the result illustrated at the following figure: 
Figure 8 distribution of the sample according to marital status 
Marital status Frequency Percent 
Single 21 26.9 
Married 56 71.8 
Divorced 1 1.3 
Total 78 100.0 
 
Tool of the Study:- 
 
Data collection tools: 
 
The questionnaire used in the study a main instrument to get the data and information 
about the Gender and its effect over the employee‘s performance in the Palestinian Banks 
in the Gaza Strip. 
• The Socio -Demographic part. 
• The part of employee‘s performance.   
• The part of gender effects on financial performance. 
 
 
28 
 
• Socio-demographic status  (developed by the researcher) 
This study was gathered from employee stuff by questionnaire includes (bank, gender, 
age, specialized, job title, educational level, years of experience and marital status). 
• employee’s performance: 
This checklist consist of 7 items covering employee‘s performance. 
• gender effects on financial performance: 
This checklist consist of 21 items covering the level of gender effects on financial 
performance.  
Reliability and Validity:- 
 
The instrument of the study: 
Questionnaire scale 
The researcher has used a questionnaire to measure the response to the items as in the 
following table: 
Table 9 Questionnaire scale 
Response 
Strongly 
disagree 
Disagree Neutral Agree 
Strongly 
agree 
Degree 1 2 3 4 5 
First: Reliability and Validity of the first Measure “Employee’s performance”: 
 Validity of the Measure: 
The Validity of the measure ―Employee‘s performance‖ was calculated and illustrated as 
follows: 
Internal Consistency: 
The internal consistency is the second statistical test that used to test the validity of the 
test. The internal consistency indicates the correlation of the total of each item/statement 
with the total degree of the method. It also indicates the correlation of the total of each 
method with the total of the measure (Al Agha, 2004: 110). 
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To figure out the internal consistency, the researcher calculated the correlation 
coefficients between the degree of each dimension and the total degree of the measure, as 
well as the Pearson‘s correlation coefficient between the degree of each item and the total 
score of its related dimension, all of these illustrated through the tables in the following: 
 
Table 10 Correlation coefficients between statements of the measure Employee’s 
performance and the total degree of the measure 
# Employee’s performance r Sig 
1 
Committed to job regulations when making financial 
decisions. 
0.65 0.001** 
2 
My academic study enables me to make financial decisions 
easily. 
0.71 0.001** 
3 I do my job in a team spirit to do my work. 0.69 0.001** 
4 I depend on myself to do my work 0.61 0.001** 
5 I ask my colleagues to help in doing my work. 0.47 0.001** 
6 I have the ability to deal effectively with audience. 0.54 0.001** 
7 
I can effectively deal with the program and technology of the 
bank. 
0.68 0.001** 
** P-value<0.01                 * P-value<0.05           // P-value>0.05 
The results in the previous table show the correlation coefficients for the total measure 
"Employee‘s performance" and its statements are statistically significant correlated at the 
level of significance (p-value < 0.01). The correlation coefficients of the total measure 
and the statements are ranging between (0.47 - 0.71) this gives a clear evidence that the 
researcher can be sure how appropriate is the measure to be applied to the total sample of 
the study. 
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Second: Reliability and Validity of the second measure “gender effects on financial 
performance”: 
Table 11 Correlation coefficients between statement of the measure "gender effects 
on financial performance" and the total degree of the measure 
# gender effects on financial performance r Sig 
1 Task allocation of work is due to sex. 0.49 0.001** 
2 Bank administration prefer women in doing work than men. 0.67 0.001** 
3 Bank administration deals with women better than men. 0.67 0.001** 
4 
No‘ of operation made by female employees are more than those made by 
men. 
0.79 0.001** 
5 There are jobs that only women can do. 0.73 0.001** 
6 Women are dealing with audience better than men. 0.74 0.001** 
7 Most of the high management jobs in the bank are occupied by women. 0.73 0.001** 
8 
There is discrimination between men and women in upper and middle 
management jobs. 
0.70 0.001** 
9 
Women face obstacles in implementing missions just because she is a 
woman 
0.61 0.001** 
10 Women existence accelerate bank transactions for customers. 0.73 0.001** 
11 Men are more rebuked than women when malfunctions. 0.50 0.001** 
12 Bank administration work to improve women skills more than men. 0.74 0.001** 
13 Bank administration impose tough restrictions on working women. 0.54 0.001** 
14 Women gets equal financial and management opportunities like men. (0.03) 0.76\\ 
15 There is discrimination against women in rights and duties in the bank. 0.55 0.001** 
16 
Bank administration puts female employees in audience services than male 
employees. 
0.42 0.001** 
17 Working women in banks hinder progress and annual profits. 0.71 0.001** 
18 Men and women are equal in incentives and rewards. 0.34 0.001** 
19 
Bank administration impose women in public relations jobs to get 
audience trust more than men. 
0.63 0.001** 
20 The bank trust women more in preparing annual financial lists. 0.57 0.001** 
21 Female employees are brave in making financial decisions more than men. 0.71 0.001** 
** P-value<0.01                 * P-value<0.05           // P-value>0.05 
The results in the previous table showed that the correlation coefficients of the total 
measure Gender effects on financial performance and all it related items are statistically 
significant correlated at a level of significance (p-value < 0.01). The correlation 
coefficients of the total dimensions and the items are ranging between (0.34 - 0.79) this 
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gives a clear evidence that the researcher can be sure how appropriate is the measure to 
be applied to the total sample of the study, except st. (14) which is not significant and 
must delete it from the measure. 
• Reliability for both measure "Employee’s performance, gender effects on financial 
performance": 
The measure said to be reliable when it gives the same results, if it reapplied in the same 
conditions on the same sample. (Richard, 2004).The reliability can measured by both 
ways: Alpha Cronbach‘s and the Spilt- half techniques. 
Cronbach’s alpha: 
The researcher found the reliability of the overall measure of Employee‘s performance, 
by calculating the Cronbach‘s alpha coefficient where the value of alpha = (0.71) and this 
indicates strongly that the measure has a high-reliability amount, and for the second 
measure Gender effects on financial performance the value of alpha = (0.69). 
• Split half method: 
The researcher calculated the reliability of Employee’s performance measure by using a 
split half method as another way to test the reliability. And this method works by dividing 
the whole test items into two parts, then the correlation coefficients between the sum of 
items for the first part and the sum of items for the second part which calculated, 
Pearson‘s correlation coefficient for the whole measure was (0.64), and the Spearman-
Brown formula was (0.70), 
In addition, for the second measure, Gender effects on financial performance Pearson‘s 
correlation coefficient for the whole measure was (0.67), and the Spearman-Brown 
formula was (0.80). This indicates that the test has a high degree of reliability; the 
following table shows the correlation coefficient and Spearman-Brown values of the 
whole questionnaire and its dimensions. 
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Table 12 Constancy coefficient using Cronbach’s alpha and half-split for both 
measure "Employee’s performance, Gender effects on financial performance" and 
its dimension 
measurement N alpha 
coefficient 
r 
spearman 
formula 
Employee’s performance 7 0.71 0.64 0.70 
Gender effects on financial performance 02 0.69 0.67 0.80 
 
Statistical Methods:- 
 
To answer the study questions and hypotheses, the researchers used the following 
statistical methods: 
• Descriptive statistics and Relatives weight: these essentially used to help the 
researcher to describe the study sample. 
• Cronbach’s alpha coefficient and Split-half coefficient to determine the constancy 
of questionnaires' items. 
• Person’s Correlation Coefficients to measure the degree of correlation as well to 
study the relation between variables. 
• T-Test to determine the difference between the categories of the categorical 
variables (two categories). 
• One-Way ANOVA to study the difference between the categories of the 
categorical variables (three or more categories). 
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Questions of the Study:-       Chapter 4 
• Responses of Palestinian banks employees in Gaza strip towards the measure" 
employee’s performance, gender effects on financial performance": 
• Main question: - What is the level of “employee’s performance, gender effects on 
financial performance" among Palestinian banks in Gaza strip? 
To figure out the level of Employee‘s performance, gender effects on financial 
performance" and its dimensions among Palestinian banks in Gaza strip, the researcher 
used means, std. deviation, the relative weight of each dimension and the total measure 
.as shown at the following Table: 
Table 13 Shows means, std. deviations, the relative weight of both measure and 
its dimensions 
Measurement N 
Total 
degree0 
Mean 
Std. 
Deviation 
Relative 
weight 
employee‘s performance 7 35.0 29.9 3.0 85.5 
gender effects on financial 
performance 
21 105.0 63.3 12.6 63.3 
** P-value<0.01                 * P-value<0.05           // P-value>0.05 
From the previous table: 
For the first measure (Employee’s performance), the result shows that the relative 
weight for the level of Employee‘s performance among Employees of Palestinian banks 
in Gaza strip equal 85.5% with mean 29.9 degree and std. deviation 3.0 degree, which 
means that Employees of Palestinian banks in Gaza strip have a high level of employee‘s 
performance. 
For the second measure (Gender effects on financial performance), the result shows 
that the relative weight for the level of Gender effects on financial performance among 
Employees of Palestinian banks in Gaza strip equal 63.3% with mean 63.3 degree and 
std. deviation 12.6 degree, which means that Employees of Palestinian banks in Gaza 
strip have a moderate level of Gender effects on financial performance. 
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• Second question: - What is the level of employee's performance among 
Palestinian banks in Gaza strip? 
To figure out the level of employee's performance among Palestinian banks in Gaza strip, 
the researcher used means, std. deviation, the relative weight of each sentence and the 
total dimension .as shown at the following Table: 
Table 14 Shows means, std. deviations, the relative weight of each sentence and 
the total dimension 
# Sentence mean St.D 
relative 
weight 
% 
rank 
1 
Committed to job regulations when making 
financial decisions. 
4.5 0.6 91.0 1 
2 
My academic study enables me to make financial 
decisions easily. 
4.2 0.7 84.3 6 
3 I do my job in a team spirit to do my work. 4.4 0.7 87.1 4 
4 I depend on myself to do my work 4.3 0.7 85.0 5 
5 I ask my colleagues to help in doing my work. 3.8 1.0 75.7 7 
6 
I have the ability to deal effectively with 
audience. 
4.4 0.6 88.3 2 
7 
I can effectively deal with the program and 
technology of the bank. 
4.4 0.6 87.1 3 
employee's performance 4.3 0.4 85.5 - 
The result shows that the mean of the total degree for the first measurement ―employee's 
performance‖ equals 4.3 degree; standard deviation equals 0.4 degree with relative 
weight equals 85.5%, which mean that the Employees of Palestinian banks in Gaza strip 
have a high agree about Gender effects on financial performance, as shown the means for 
sentences range between 3.8 to 4.5 degree and relative weight equal (75.7% to 91.0%), 
which insure that Employees of Palestinian banks in Gaza strip have a high agree about 
employee's performance. 
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Third question: - What is the level of Gender effects on financial performance 
among Palestinian banks in Gaza strip? 
To figure out the level of Gender effects on financial performance among Palestinian 
banks in Gaza strip, the researcher used means, std. deviation, the relative weight of each 
sentence and the total dimension .as shown at the following Table: 
Table 15 Shows means, std. deviations, the relative weight of each sentence and 
the total dimension 
# Sentence mean St.D 
relative 
weight 
% 
rank 
1 Task allocation of work is due to sex. 3.2 1.2 64.3 9 
2 Bank administration prefer women in doing work than men. 2.9 1.2 57.9 19 
3 Bank administration deals with women better than men. 3.0 1.2 60.2 16 
4 
No‘ of operation made by female employees are more than those 
made by men. 
3.1 1.4 62.1 11 
5 There are jobs that only women can do. 3.2 1.3 63.1 10 
6 Women are dealing with audience better than men. 3.0 1.3 61.0 13 
7 
Most of the high management jobs in the bank are occupied by 
women. 
2.8 1.1 55.2 20 
8 
There is discrimination between men and women in upper and 
middle management jobs. 
3.2 1.2 64.3 8 
9 
Women face obstacles in implementing missions just because she is 
a woman 
3.3 1.2 66.0 5 
10 Women existence accelerate bank transactions for customers. 3.3 1.1 65.7 6 
11 Men are more rebuked than women when malfunctions. 3.3 1.1 65.0 7 
12 Bank administration work to improve women skills more than men. 3.0 1.1 59.5 17 
13 Bank administration impose tough restrictions on working women. 3.0 1.2 60.5 15 
15 
There is discrimination against women in rights and duties in the 
bank. 
2.9 1.2 58.6 18 
16 
Bank administration puts female employees in audience services 
than male employees. 
3.6 1.1 72.6 2 
17 Working women in banks hinder progress and annual profits. 3.0 1.3 60.5 14 
18 Men and women are equal in incentives and rewards. 3.7 1.1 74.5 1 
19 
Bank administration impose women in public relations jobs to get 
audience trust more than men. 
3.4 1.2 67.4 3 
20 The bank trust women more in preparing annual financial lists. 3.3 1.3 66.4 4 
21 
Female employees are brave in making financial decisions more 
than men. 
3.1 1.3 61.9 12 
gender effects on financial performance 3.2 0.6 63.3 - 
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The result shows that the mean of the total degree for the second measurement ―Gender 
effects on financial performance‖ equals 3.2 degree; standard deviation equals 0.6 degree 
with relative weight equals 63.3%, which mean that the Employees of Palestinian banks 
in Gaza strip have a moderate agree about Gender effects on financial performance, as 
shown the means for sentences range between 2.8 to 3.7 degree and relative weight equal 
(55.2% to 74.5%), which insure that Employees of Palestinian banks in Gaza strip have a 
moderate to neutral agree about Gender effects on financial performance. 
 
Hypotheses of the Study:- 
 
• The first hypotheses: - There are no statistical significant differences at (α≤0.05) 
in "Employee’s performance" and "Gender effects on financial performance" 
due to bank? 
To figure out that, the researcher used One-way ANOVA test to figure out the 
differences between the Employee‘s performance and Gender effects on financial 
performance degrees of Employees of Palestinian banks in Gaza strip towards bank 
groups (Production    bank, Bank of Palestine, Islamic Bank, Arabic Bank,  نبىسلاا هىث , 
Cairo Amman Bank, Al-Quds bank). The result shown below: 
Table 16 Shows the results of One-way ANOVA for the differences of 
Employee’s performance and Gender effects on financial performance degrees 
in terms of banks 
Measurement Source 
Sum of 
Squares 
df 
Mean 
Square 
F Sig. 
employee‘s 
performance 
Between Groups 99.7 6 16.6 2.0 0.080\\ 
Within Groups 649.9 77 8.4 
  
Total 749.6 83 
   
gender effects on 
financial performance 
Between Groups 3584.7 6 597.5 4.8 0.001** 
Within Groups 9629.9 77 125.1 
  
Total 13214.7 83 
   
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
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The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
due to bank groups (Production    bank, Bank of Palestine, Islamic Bank, Arabic Bank, 
نبىسلاا هىث, Cairo Amman Bank, Al-Quds bank), which means that Employees of 
Palestinian banks in Gaza strip from all banks have the same degrees of Employee‘s 
performance. 
For the 2nd measurement: there are a statistical significant differences (P-value<0.01) 
between the degrees of gender effects on financial performance among Employees of 
Palestinian banks in Gaza strip due bank groups (Production    bank, Bank of Palestine, 
Islamic Bank, Arabic Bank,  نبىسلاا هىث , Cairo Amman Bank, Al-Quds bank), the test of 
LSD (Least Square Differences) was used to figure out the differences in between the 
categories of banks, the test show that the production bank have a gender effects on 
financial performance more than other banks except Arabic bank, also the Arabic bank 
have a gender effects on financial performance more than other banks except production 
bank, and this differences are significant, and there are no statistical significant 
differences between other group. 
Table 17 Showed the results of LSD for the differences between the degrees of socio-
economic barriers &Psychological barriers due to Bank  
measurement bank number mean 
Post Hock 
1 2 3 4 5 6 7 
gender effects 
on financial 
performance 
Production    
bank 
10 78.1 1 0.001** 0.001** 0.064\\ 0.001** 0.001** 0.006** 
Bank of 
Palestine 
21 62.5 - 1 0.244\\ 0.152\\ 0.260\\ 0.223\\ 0.724\\ 
Islamic 
Bank 
13 57.8 - - 1 0.024* 0.958\\ 0.891\\ 0.195\\ 
Arabic 
Bank 
10 68.7 - - - 1 0.029* 0.024* 0.350\\ 
نبىسلاا هىث 10 57.6 - - - - 1 0.936\\ 0.205\\ 
Cairo 
Amman 
Bank 
10 57.2 - - - - - 1 0.178\\ 
Al-Quds 
bank 
10 64.0 - - - - - - 1 
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
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• The second hypotheses: - There are no statistical significant differences at 
(α≤0.05) in "Employee’s performance" and "Gender effects on financial 
performance" due to gender? 
To figure out that, the researcher used two independent samples T-Test to figure out 
the differences between Employee‘s performance and Gender effects on financial 
performance degrees of Employees of Palestinian banks in Gaza strip towards 
gender (male, female). And the result shown below: 
Table 18 Shows the results of t-test for the differences of Employee’s 
performance and Gender effects on financial performance degrees in terms of 
gender 
measurement Gender N Mean 
Std. 
Deviation 
t-test p-value 
employee‘s performance 
Male 47 30.0 3.2 
0.02 0.985\\ 
Female 36 29.9 2.8 
gender effects on financial 
performance 
Male 47 58.7 12.2 
(4.03) 0.001** 
Female 36 69.1 10.9 
* P-value<0.01           * P-value<0.05         \\ P-value>0.05 
 
The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
towards gender (male, female), which means that Employees of Palestinian banks in 
Gaza strip males and females have the same degrees of the Employee‘s performance. 
For the 2
nd
 measure: there are a significant difference (P-value<0.01) between the 
means of gender effects on financial performance among Employees of Palestinian banks 
in Gaza strip due to gender (male, female), and the differences towards female employee, 
which means that female employee have gender effects on financial performance more 
than males. 
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• The third hypotheses: - There are no statistical significant differences at (α≤0.05) 
in "Employee’s performance" and "Gender effects on financial performance" 
due to age group? 
To figure out that, the researcher used One-way ANOVA test to figure out the differences 
between the Employee‘s performance and Gender effects on financial performance 
degrees of Employees of Palestinian banks in Gaza strip towards age (less than 30 years, 
30- 40 years, over 40 years). The result shown below: 
Table 19 Shows the results of One-way ANOVA for the differences of 
Employee’s performance and Gender effects on financial performance degrees 
in terms of age group 
Measurement Source 
Sum of 
Squares 
df 
Mean 
Square 
F Sig. 
employee‘s 
performance 
Between Groups 2.263 2 1.131 0.12 0.885\\ 
Within Groups 747.309 81 9.226 
  
Total 749.571 83 
   
gender effects on 
financial performance 
Between Groups 1420.907 2 710.453 4.88 0.010* 
Within Groups 11793.760 81 145.602 
  
Total 13214.667 83 
   
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
 
       The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
due to age (less than 30 years, 30- 40 years, over 40 years), which means that employees 
of Employees of Palestinian banks in Gaza strip with different ages have the same 
degrees of Employee‘s performance. 
For the 2
nd
 measurement there are a statistical significant differences (P-value<0.05) 
between the degrees of gender effects on financial performance among Employees of 
Palestinian banks in Gaza strip due age (less than 30 years, 30- 40 years, over 40 
years),the test of LSD (Least Square Differences) was used to figure out the differences 
in between the categories of ages, the test show that the employee who their ages are 
less than 30 years have a gender effects on financial performance more than other ages 
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30 and more, and this differences are significant, and there are no statistical significant 
differences between other group. 
Table 20 Showed the results of LSD for the differences between the degrees of socio-
economic barriers &Psychological barriers due to age 
Measurement Age Number Mean 
Post hock 
1 2 3 
gender effects on 
financial 
performance 
Less than 30 years 38 67.7 1 0.019* 0.008** 
30 to 40 years 33 60.8 - 1 0.360\\ 
over 40 years 13 57.2 - - 1 
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
 
• The fourth hypotheses: - There are no statistical significant differences at 
(α≤0.05) in "Employee’s performance" and "Gender effects on financial 
performance" due to education level? 
To figure out that, the researcher used One-way ANOVA test to figure out the differences 
between the Employee‘s performance and Gender effects on financial performance 
degrees of Employees of Palestinian banks in Gaza strip towards education level 
(diploma, bachelor, master). The result shown below: 
Table 21 Shows the results of One-way ANOVA for the differences of 
Employee’s performance and Gender effects on financial performance degrees 
in terms of education level 
Measurement Source 
Sum of 
Squares 
df 
Mean 
Square 
F Sig. 
employee‘s 
performance 
Between Groups 10.091 2 5.046 0.565 0.571\\ 
Within Groups 714.897 80 8.936 
  
Total 724.988 82 
   
gender effects on 
financial performance 
Between Groups 144.799 2 72.400 0.451 0.639\\ 
Within Groups 12852.165 80 160.652 
  
Total 12996.964 82 
   
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
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 The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
due to education level (diploma, bachelor, master), which means that employees of 
Palestinian banks in Gaza strip with different education level have the same degrees of 
Employee‘s performance. 
For the 2
nd
 measurement: there are no significant differences (P-value>0.05) between 
the means of Employee‘s gender effects on financial performance among Employees of 
Palestinian banks in Gaza strip due to education level (diploma, bachelor, master), which 
means that employees of Palestinian banks in Gaza strip with different education level 
have the same degrees of gender effects on financial performance. 
• The fifth hypotheses: - There are no statistical significant differences at (α≤0.05) 
in "Employee’s performance" and "Gender effects on financial performance" 
due to specialized? 
To figure out that, the researcher used two independent samples T-Test to figure out 
the differences between Employee‘s performance and Gender effects on financial 
performance degrees of Employees of Palestinian banks in Gaza strip towards 
specialized (Financial, non- financial). And the result shown below: 
Table 22 Shows the results of t-test for the differences of Employee’s 
performance and Gender effects on financial performance degrees in terms of 
specialized  
measurement specialized N Mean 
Std. 
Deviation 
t-test p-value 
employee‘s 
performance 
financial 62 29.7903 3.24990 
-0.84 0.40\\ 
Non- Financial 20 30.4500 2.23548 
gender effects on 
financial 
performance 
financial 62 63.7581 13.21287 
0.46 0.65\\ 
Non- Financial 20 62.2500 11.13966 
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
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      The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
towards specialized (Financial, non- financial), which means that Employees of 
Palestinian banks in Gaza strip Financial or non- financial specialized have the same 
degrees of the Employee‘s performance. 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of gender effects on financial performance among Employees of Palestinian banks 
in Gaza strip towards specialized (Financial, non- financial), which means that 
Employees of Palestinian banks in Gaza strip Financial or non- financial specialized have 
the same degrees of the gender effects on financial performance. 
• The sixth hypotheses: - There are no statistical significant differences at 
(α≤0.05) in "Employee’s performance" and "Gender effects on financial 
performance" due to job title? 
To figure out that, the researcher used two independent samples T-Test to figure out 
the differences between Employee‘s performance and Gender effects on financial 
performance degrees of Employees of Palestinian banks in Gaza strip towards job 
title (management, employee). And the result shown below: 
Table 23 Shows the results of t-test for the differences of Employee’s 
performance and Gender effects on financial performance degrees in terms of 
job title 
measurement Job title N Mean 
Std. 
Deviation 
t-test p-value 
employee‘s 
performance 
Management 23 29.9 3.2 
-0.15 0.88\\ 
Employee 59 30.0 3.0 
gender effects on 
financial 
performance 
Management 23 59.8 10.1 
-1.68 0.10\\ 
Employee 59 64.9 13.2 
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
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       The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
towards job title (management, employee), which means that Employees of Palestinian 
banks in Gaza strip management and employee have the same degrees of the Employee‘s 
performance. 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of gender effects on financial performance among Employees of Palestinian banks 
in Gaza strip towards job title (management, employee), which means that Employees of 
Palestinian banks in Gaza strip management and employee have the same degrees of the 
gender effects on financial performance. 
• The seventh hypotheses: - There are no statistical significant differences at 
(α≤0.05) in "Employee’s performance" and "Gender effects on financial 
performance" due to years of experience? 
To figure out that, the researcher used One-way ANOVA test to figure out the differences 
between the Employee‘s performance and Gender effects on financial performance 
degrees of Employees of Palestinian banks in Gaza strip towards years of experience (1-5 
years, 6-10 years, more than 10 years). The result shown below: 
Table 24 Shows the results of One-way ANOVA for the differences of 
Employee’s performance and Gender effects on financial performance degrees 
in terms of years of experience 
Measurement Source 
Sum of 
Squares 
df 
Mean 
Square 
F Sig. 
employee‘s 
performance 
Between Groups 2.263 2 1.131 0.12 0.885\\ 
Within Groups 747.309 81 9.226 
  
Total 749.571 83 
   
gender effects on 
financial performance 
Between Groups 1420.907 2 710.453 4.88 0.010* 
Within Groups 11793.760 81 145.602 
  
Total 13214.667 83 
   
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
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The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
due to years of experience (1-5 years, 6-10 years, more than 10 years), which means that 
employees of Employees of Palestinian banks in Gaza strip with different years of 
experience have the same degrees of Employee‘s performance. 
For the 2
nd
 measurement there are a statistical significant differences (P-value<0.05) 
between the degrees of gender effects on financial performance among Employees of 
Palestinian banks in Gaza strip due years of experience (1-5 years, 6-10 years, more than 
10 years) the test of LSD (Least Square Differences) was used to figure out the 
differences in between the categories of ages, the test show that the employee who has 
1-5 years of experience have a gender effects on financial performance more than 
employee with more than 10 years of experience, and this differences are significant, 
and there are no statistical significant differences between other group. 
Table 25 Showed the results of LSD for the differences between the degrees of socio-
economic barriers &Psychological barriers due to years of experience 
Measurement 
Years of 
experience 
Number Mean 
Post hock 
1 2 3 
gender effects on 
financial 
performance 
1-5 years 40 66.2 1 0.689\\ 0.009** 
6-10 years 15 64.7 - 1 0.097\\ 
More than 10 years 28 58.1 - - 1 
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
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The Final Results:- 
• The eighth hypotheses: - There are no statistical significant differences at 
(α≤0.05) in "Employee’s performance" and "Gender effects on financial 
performance" due to marital status? 
To figure out that, the researcher used two independent samples T-Test to figure out 
the differences between Employee‘s performance and Gender effects on financial 
performance degrees of Employees of Palestinian banks in Gaza strip towards 
marital statues (single, married). And the result shown below: 
Table 26 Shows the results of t-test for the differences of Employee’s 
performance and Gender effects on financial performance degrees in terms of 
marital statues 
measurement 
Marital 
statues 
N Mean 
Std. 
Deviation 
t-test p-value 
employee‘s 
performance 
Single 21 30.6 2.8 
1.38 0.172\\ 
Married 56 29.5 3.0 
gender effects on 
financial 
performance 
Single 21 65.1 11.6 
0.60 0.550\\ 
Married 56 63.1 13.5 
** P-value<0.01           * P-value<0.05         \\ P-value>0.05 
       The previous table showed that: 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of Employee‘s performance among Employees of Palestinian banks in Gaza strip 
towards marital statues (single, married), which means that Employees of Palestinian 
banks in Gaza strip single or married have the same degrees of the Employee‘s 
performance. 
For the 1
st
 measure: there are no significant differences (P-value>0.05) between the 
means of gender effects on financial performance among Employees of Palestinian banks 
in Gaza strip towards marital statues (single, married), which means that Employees of 
Palestinian banks in Gaza strip single or married have the same degrees of the gender 
effects on financial performance. 
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Recommendations:-              Chapter 5 
 
The Banks must explicitly require that ALL Banks operations and policies: 
 
 Uphold women and sexual minorities‘ human rights as a core development objective. 
  
 Account for gendered barriers, such as women‘s unpaid care work and discrimination 
against women and sexual minorities that limit equal participation. 
 
 Address gender inequalities proactively, including women, men, and sexual 
minorities‘ differential access to assets, other resources, and services.  
 
 Contain specific mechanisms to monitor women‘s and men‘s participation, decision-
making roles, and differential impacts.  
 
 Include staff incentives to promote gender equality.  
 
 Adopt do-no-harm gender safeguards to explicitly prevent and proactively address 
negative gender impacts such as gender based violence. 
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